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The'content of this maple was used as a part of a graduate course

in Vocational Technical EduCation at Washington State University. The

Neffectiventiss of the curriculum matefial was evaluated on the basis of:

I. Performance data from pre and post tests and other

.

evaluative-techniques used in the course.

.1 ...Use of a Curriculum Evaluation Questionnaire which' .

was,developed, adminidtered-and summarizid by the

third party evaluator', NOrthwest Regional

Education Labordtory. This questionnaire providled

a faculty and student rating of: indiyidualization

of the curriculum choice of learning settings

qaand u ,litY of curriculum.

4Revisions final drafts-utilized these evaluations.
--.. ,

e#
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COMPETENCY,

THE VOCATIONAL EDUCATION CURR/CULUMSPECIALIST

WILL DEMONSTRATE THE ABILITY TO INITIATE, FACILI-,

TATE AND /MPLEMENT CURRICULUM CHANGE AND TO

ASSIST THE CURRICULUM DEVEL6PMENT TEAM iN THE

CHANGE PROCESS.

,
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INTRODUCTION

Purpose,

.7be purpose of this module is to develop the abilities neided«td,iplan

for and eUact cUrTiculum change. Curriculum changelny,involve revikIons
;,.' ..

in thi.perforiance objectivec, instructional proce res, or.Content of a
,.

single "Cdurse; the addition ordeletion of units of instruction of course(

Aron a program, change in the length of training programs; development'of
a
. ,

gompletely new.programk; change In the focus.of the.voCational program,
.! r

, or eliminating prograis or Conran..

.1°

too

Rationale

CurricUlUm develOpment'in voCatiOnal educatiOnis a contin0ous process

t,of adjustment--ad*Istmints neede&to keep the prog

the demands of the labor market;"educational clie

'Occupations. Continuous changes are also needed

am in alignnent with

A-

tele,apd changep within.
t

nsure that the most

.up-to-date.knowledge.and technological developmenftare bei4g incorporated

inte the training,

It is. well.k that change Will notbe made.by decree nor by, merely

providing new cuiriculum guides. The vocational curriculum specialist will

assune leadership in.formulating goals for cnT4iculum planning and curriculum

guides, but this alone will 'not lead to implementation of revisions or

innovations. Curriculum specialists need to develop competenctes w fch

will enable them to be the designers aAengineers Of change. A thorough

knowledge of the theory of Chan e and'the agility to-apply that knowledge

in a seq.es'of well timed, sequended strategies are required for implenenting

change.



Assumptions
A

Cettain generalization4 about human behavior are accepted as beeic

premises of this modtile. these are:

1. people resist change; change may be threatening to one 1 s

feeling oT si/f-worth ihd security

2. aperson's active participatir in planning for change is an

important factor in one's acceptance of change

3. new knowledge,akills, attitudes,,and/or abilities are needed

to effeFt change.'

In °addition, ii has been assismed that change in curriculum is change

ininstruction, and therefore Ste instructor is a key instrument in chinge.

At the same time, it'has been assumed that any major change requires the

full support pf administrators at all levels and of those who participate

in the financial support of vocational education.

Overview.

This module emtshasizes changes' the nature of changes in vocational

education, the process of change,' chinge agents, and.the resources used.

in,Change. The co,fent and thfi' performan0 objectives are clorely related

./
to other mai* competencies needed by the vOcetional educator who 'desires

/
to specialize in curriculum. 'dhange is usually based upon an assessment

Nof needs ahd both the iiiipation of change and

,/

ianagement of the change'
.

. ,

\isrocess usually-involves evaltation. .Trefore,.this'module may.be

combined,withs..those on Evaluating Needi AssessMeht Information.and

Preparing for Curriculum Evaluation in a graduate level colirse.

z

The implementation of change is dependent also'upon thoseMost directly

involved iwinstruction. Communication wi.th teachers, advisory grout's,

and instructors is essential. Renewal and updating of staff is.also important.



The ewo aspects of curriculum _change indicate its interrelationship to staff

development and again, this module may be seen as a companion to the module\

on TromotingsPrOfessional,G-cowth and Development of Instructional Staff for

%course. .Ma'ny of the learning activitiep provided in this module are field

*

oriented. Simulationi included in learning activities may be replaced by

simiter activities carried out in a field experience, or internship.

Module Prerequisites

This module, like Preparing for Curriculum.Evaluation and Promoting

Professional-Growth and Development of Instructionpl Staff, is, dependent

upon prior training at an advanced level in curriculum theory and curriculum

development. It is highly recommended that the student complete Developing

Curriculyn: Goals, Objectives, atid Instructional Plans before beginning

this module. Organizing Instrugtional-Strategies, Preparing Instructional

.Materials, and Evaluating Needs Assessment Information may also be considered

as prerequisite.
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PRETEST

Because of the nature of the curriculum change module, no formal

pretest is offered.. The material presented'in the module ill at an advanced

level and the learning activities are.unique. Therefore, it can be assumed
5

that all student's would benefit from their preparation.

The s ested approach to a pretest aCtivity is for the professor to

ask the students what type and how many experiences they have had with

cumiculum change. Since the value of many of the learning activities li

wow
in the sharing of Periences, even students with coneiderable experienCe.

should be encouraged to participate in the module activities.

..
-4
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POSTTEST

This activity provides. an opportunity to examine the entire'procoss of

curriculum change in a real.situation.

. Student Instructions
,t

Plan a visit with a local school, technical institute, or other

educational agency wh1Ch has recently made a vocational curriculum change.

IntervimthOse involved in making the change and those who are responaible
PP

for piplementing the changei. Your general purpose is to identify the kind

of change, the change agents, and the resources used in making Ole change.

ProCedures to be followed are: 1

1. Make aFrangements with appropriate administrators well in advafice

2. Prior to-t. e.visit Or visits, develop ao interview, schedule to

,

be used as a guide.in conferences with such sons as adminis-'

trators, students, counselors, teachers, adv y colmittee-members,. LI
and parents.

Include such questions as:

- What was the change?

- What was the tyPe of change?

- What were basic social, economical, demographic, technological,

or political reason(s) for change?

- What was the purpose of the change?

- ''Who suggested the change?
IP

- Who initiated the change?

- Who worked on the change, and what were their roles? Who weie

the key Change agehts and what were their roles? (Explain why

they were indeed the keTchange agents.)
1

How long did thetentire change take? How long did each step

A 4
in the process take?

11



7 Who and/or what were the usijor obstacles in getting the change

made?

- What materials and/or resources were used in the process?
. .

- How well has the change been actepted?

- How will the curriculum change be evaluated?

, 3. Submit a written report based upoe your interviews and observations.

1

a. Describe the curriculum change itidicating extent/kinds of change,

and reason for change.

b. Describe the protesses.used in initiating, planning, implementing,

and evaluating the curriculum change.

c. Identify the apparent key change agents and describe their roles.

.Identify the power structure in the school, community., and state

which influenced the change. Describe their influence. .

d. Identify the material resources-which were used to iniaate,

implement, &devaluate the curriculum change.

rt,

12
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a,

EvaldatiOn'Chealist for POSTTEST Activit?

a.'

4.,
e,

a

.,

. Thii checklist-is a guide for evaluating ihe posttest activity. The..

. ,

checiaist e asizes the impôrtance of.comprehensive coverage of the cur-.
,

. JR-,
'riculdm cpIdge.-repOried by the observer:

Identified change. ..

Identifled type of change .

Described purpose of ohange

Identified source of change --

.Identified persons involved and
. their roles . . .. .....

DesCribed material.resources'

Described major obstacles

Dtscribed.degree of acceptance

Described methOd(s) of evaluationd.

Described power structure . .

,

0

3

YES NO PARTIALLY
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'PERFORMANCE OBJECTIVE 1

Explain the basic kinds of changes which may be desired Within a

vocational educatiOn program and the purpose of various kinds of

changes.

'Learning Activity 1-a

1116
. Using the folloWiag references, outlIne the charac-

teristIcs, PurpOses, plan, and components of curriculum 1

change.

References:

Alfonso, Robert J.; Gerald R. Firth; and Richard Neville.
Instructional Supervision: A Behavior System. Boston:
Allyn and Bacon, 1975. pp. 161-181. (A discussion of
change theory.)

Firth, Gerald R. amd Kimptone Richard D. The Curriculum
Continuum in Perspective. Ithaca, IL: F.- E.,Peacock ,

Inc., 1973. 'pp. 311-325.* (Describes the charicteristics,
purpose, plin, and components of curriculum change and
discusses the opergtions, interaction, procedures,
means and supplies; lotation and services, and results
of curriyalum changes.)

HavelOCk, Raniad G. and Havelock, Mary C. Training for
Change Agents. Ann Arbor, MI: The University of'
Michiggn, 1973. pp. 7-38. (A review of.contemporary
knowledgg of the change process.)

Learning'Activity 1-b

Vocational Education Curriculum Speciarists.will have had

experience-with various curriculum changes. In a class

0
session in,which these changes are 'recalled, classify

the changes by type and purpose. The. attached transparency

master may be used .to ashist in this exercise.

14
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CHANGE.

TRANSPARENCY MASTER 1

Learningliivity

.VOCATIONA EDUCAVON CURRICULUM CHANGES

E OF CHANGE' PURPOSE OF CHANGE

9'

ExamOle:
inbrease business and
office,programs from
one to two yearS

program eipansion

15

increase students', skill's.
to improve their oppor-
'tunities for emplaYment.
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Learning Activity 1-c

Read references that relate to contemporary issuei in

vocational education and examine the sampleyorksheet.

Using the blank worksheet provided,.briefly identgy

the'reference, the issue, and the implication for cur-

/

riculum chadge. Any listrof.references wili=need to

be updated each year. Examples are:

Herria, Neal; Bartholomew, Susan; and Brandt, John...
"Social Experimentation and the Changing World
of Work," Developing the' Nation'd Woik Force,
Yearbook 5. (ed.) Merle E. Strong.; 2ashingtonor
DC:-'AMerican Vocational Association,. 1975.

Jennings, John' F. "Emerging Issues'in Vocational,
,I-Education," AV Journal, (Septernbet 1975) 50:

29-32.

Leighbody, Geral4 cational Education in America's
Schools: Miio es of the 1970's, ChUago, IL:
American Techni Society, 1972.. 12 chapters.

Theme-issues of AV Journal, such as: "Facing /ssues at
Anaheim." (February; 1976) Vol 54,"Matching People
with Jobs." (October, 1975) Vol 50; "The Mushrooming,
Vocational Curriculum."'(October, 1973) Vol 48.

16



ExaMOle for Le ming Activity 1-c

CONTEMPORARY ISSUES N VOCATIONAL EDUCATION:
IMPLICATIONS F R CURgICULUM CHANGE

Reference:

10.

Dean,'Thomas, C. "The Industrial Education Concept.", American Vocational,
Journal, Vol 51, No 2, (February,. 1976), Pp. 75-78, 81,.

,

Issue: the role and relationship of trade and industrial education and
4

indudtrial arts.

116lication(s) for Curriculum Change.° The article discussed 'the pros and

Cons.of integrating industrial arts: and trade and industrial education. ,As

this dialogue concerning cooperation between induitrial arts and trade

-

L and industrial educatioh continu2es; many implications for curriculum change

surface. For example, if trade and industrial education and industrial ars'

were both combined under an umbrella-like term "industrial education,"

the following curriculum changea would be poasible:,

1,.z.. 1. combined;6acher edUdation programs,

2.7AP
,

a continuum of industrial education from junior high school
,i-

-

through post-secondary technical schools,

3. elimination of the iepetitionoof subject matter content, and

4...earlier specialization by students.

1

17
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REFERENCE:

ISSUE:

Worksheet Master: Learning Activity 1-c

CONTEMPORARY ISSUES IN VOCATIONAL:EljUCATION:
IMPLICATIONS FOR CURRICULUM CHANGE

IMPLICATION(S) FOR CURRICULUKCHANGE:

REFERENCE:

0

ISSUE:

1-

-

IMPLICATION(S) FOR CURRICULUM digGE:

4 :
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111 PERFORMANCE OBJECTIVE 2

Describe and diagram_the procedural steps fof4nitiating,

`implementing), and evaluating.s curriculum chaitge.

Curriculum chaige demands a well designed plan.

and the particular model ito be used will depend

exact proceOure
- .

both the'eype and the

complexity of the Change. 446cr1ption of one modelAis*esented following
" L

the directions for the two learning)activiiies.

Learning-Activity 2-a.'

Read: "Description,of the Tentative.-MOdel'for CurriCulum

Development' and Evaluation. tbe basis. ofsebtrents'

prior knowledge of particular curriculum changes:that

have been made 4m a vocational education p 'am, have

each describe find diagram the procedural .stZs that were

maed to lpitiate, plan, implement, and evaluate the chahge.'

After these diagramt haVe been made, Compare thi,prodWure

t 'at was used with the model and:

1. identify the'differences, and

2.° explain, the aPparent reasons for the dipferencei.

Reference:

Evans, Rupert N. "Description of the Tentative Mo, 1 for /

CurriculuM6Davelopment and Evaluation.," Unpu.lished
diagram developed by Rupeft N. Evanti,' baaed on a
model developed by Jacob Stern, Universit# of
Illinois, Urbana, IL;

19
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c' Ièar.ning Activity 21:$

, Using throe (3) or four (4),of the student's descriptions
:...

)
,
.

. /-
,. .

and,an4lyiewthat repreaent different types of change,

prbvide an'opportunitY for a classroom discussion in which

conclusions and generaliza;ions regarding curriculum change

procedure can be formulated.a

LI 2 0



DESCRIPTION OF THE TENTATIVE MODEL

.FOR CURRICULUM DEVELOPMENT AND EVALUATION

I
.

The following constitutes a descrintion of the tentative model -for program
.

c

development and'evaluation. Contained within the model are five suy-models dealing

with program identification, program development, progral imOkementation, program

execution and program evkluation. This description is intended to e used ef an*

ild in understanding the grailhic descripton of the modek, on page 23.

7

SUB-MODEL, FOR PROGRAM IDENTIFICATION - A-

Compila'tioneof Nelds

Statements ot need for pgliaigie progrimming emanate from varioUs organized
0

4d unorsanized groups within the c9mmunity,districi, or state. SUch-state-
_,;-1

'

meats come in the form of.expressed coverns for a specific educational program,
) 4

as well as stated concerns with regarll to problems,that may in turn have implica-

for prograMing, Le., needs of student clientele, employment shortages,
I

la ,

lick of sufficiently trained pet's° nel, etc. Resources that the education agency

may look to in interest of compilihg needs include business and industry
N ,

)groups, labor unions, educators, representatives of auch organizations-as the

employment service, other associations.representing various professionalend

)'
nonprofessional 1.,roups, inflUential parties and political\leaders, potential and

existing students and the general populous.

Credibiliti Test

All input obtained from community resources in the compilationia heeds :mist

be tested or analyzed in view of the following evaluative criteria to assess the
,

'credibility of each: of first importance is the number of sources expressing the

need, mobility factors, nature of the technology or area of occupational.or "
, .

technicil training and an empirical check on the need. Resources. the educat-
- \

4

tional Agency may draw on in perfeming the activity of the credibility test
. .

21
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include further discussion with the sources of the stated need, internal expertise,

'advisory groups, and'other consultants. Havini completed the credibility test,

: the curriculum plahner should be in a positibn to determine whether to proceed

, with further development in terms of defining the need_4, insuffitient infor-

nation is available to establish the credibility, it may become necessary to

,recycle to the compilatiod of needs and in turn the)sourcerof need for fursher,

40
_ ,

A.
information and substantiatio . e r ',.

0

.
.N

Needs Definition

After expressed needs'have be rocessed through the-credibility test, it

is necessary to determine progw implications of the-stated needs on the basis
.- 0 -

c-

of a careful analysis of each. Resources that can be bioUght to bear in carrying

out this aCtivityi inclUde internal expertise, advisory committee grouit and con-

sultants. In further defining the need, it is important that one consider eval-
,

.

/
uative criteria such As the degree of agreement between. various organizations

Y.
or,individuals expressing similar needs andthe specificity of their responses

as it relles to training or a description of desired performance capabilities:

After completing the definition of the need, the curriculuM planner again

is in the position of going ahead to the identification of the possible 'program,

or in the event that insufficient information is available. 0.t may be aa indi-

cation that one must recycle to the point of again assessing the credibility of

the need or in-turn,. returning to the source of the need for further-information.

laIdentification
of Possible Programs

Assuming that the curriculum planner its able to define the need in termi

that give rise to a possible program for an educational institution, it is then

possible to develop a tentative proposal for a program area giving particular.

attention to the inputi in terms of students and resources, and the outputs in'

terms of training capability. .ReSources the curriculum planner hay draw on

include ihternal resources, consultants, established programs and the sciurces of

need.

22.
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In,dev loping this tentative program 0Oposal, the curriculum planner mpst

be constantly, aware of the:need for a complete and aCc9rate specification of the-

product mitering and the roduct leaving the traini4 program.

Having completed'the identification of a possible-progtem and the develop-

.

ment of a program propOsal the curriculum planner is in the position of-moving

ahead to the feasibility test, or in thelieveilt thatgadequate information is'not

available to carry'out the develoiment of a poseible program, it may be necesaary

.4r

to recycle tO the point of.furthedefining the need or in turn, reverting back to

previous steps Within the model.

Feasibility Test

,
A prepared program proposal mutit noir be subjected-lo a beries of feasibility

questions that are important in giving direction,to the curricul&m planner regarding

furthet development of the program. The /feasibility questioris that will serve as

evaluativ Criteria are as fofloWsi '-

b.

Is the given program compatible with.the palosoph the educational

agencY?... Does' the rogram fO ter the development of comprehensive

occuOational and technical offertigs? The spectrum of prOgram offer-

ings at the educational agency should be coneistent with the spectrum

of'manpower demands in the local, regional,and 'state labor markets.

Does the-educational alpncy have available, or can they obtain financial

'resources, classrooms, laboratories, andequipment to carry out this

program?

ment and

c. .Is there

d.

Lack of theWelements would probahlyfmpair the establish-

execution of a given program.

a legitimate need for 'trained manpower in this occupation

A1DW and in the immediate fueure? This need shoufd be documented in

terms of the local, district, regionaA area; and the state;

What are othdi educationafagencies in the community, the.regfon,.or the
\

state doing.to supply employable people for satisfyifig this given need?
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r
If the need for manpower is bell alequately satisfied by soie other

/ .

agency the educational agency should not &plicate these efforts an

produce an oversupply of trained manpower.

eh Would the given induStrial organization, labor organization or other

similar organizations lend tlieir support to this new program?. The
a

eddcational agency cannot-operate an effective occupational program

.:withoUt the upport and cooperation of the busines4 industry'or labor

organization for Which the:people are trained...

4
f. I it possible for the educational agency-to employ a qualified .

instructional staff fpr execution of ihe instructional programs? Is

(

it possible to be.financially competitive via the related businese or

indtiatty in attracting qualitied personnel?. .For some highly speeialized

programs empioyment.of qualified instructional personnel may be im-

Possible.

Is there a student interest in the'local area for this type of program
1

or can it be generated?

h. "'After completion of this program, could a graduate be placed in a

position of adequate remuneration? . A school probably cannot Justify

an educational program to prepare people for extremely low paying

positions.

Some of the resources the curriculum planner Can draw upon in looking at
-1

these feasibility questions include the local admigiat tion, the local board,

coniultants, faculty, and expressed statements of nee& frem existing and potential
110t7'

-students.

Hiving sublected the possible program to these feasibility questions, the

46

curriculum planner As now in the position of having successfully identified a

, program for further curriculum development. In the event that.adequate infor-

mation was not available to measure satisfactorily the feasibility questions,

*
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it may be4necessary to recycle io previous stCwithin the pro raT:identification

model. In the event that the program is judged as being accept le and one

S.

It

having priority for fUrther program development, 'it may also be held for a periook__

oftimb because of certain variables such as the lack of facilitries or finances.

SUB-MODEL FOR PROGRAM DEVELOPEMENT - B .

Having now successfullY identified a program foi.develepment, it ie neces-
;

sary for the curriculum planner to move into a systematic proc-OW for the de-
,

Velopment of an.educational program.

Definition'of Clientele and Content

, Beginning the development of any identification area of programming neces-
,

.. --

sitates further definition.of the clientele for the education;1 program with

specification as to the types of individuals -- intelligence, characteristics,

aptitudes, or other such definitive characteristics that\may be of-assistance'in

aiding the program to meet'specific treWng needs.. In addition,it is, important

. that a clear definition of the content for the program be formulated. In b9th
4

.

. of these activities resources can be.utilized to the extent of consultants,.

faculty advisory committees and other research data-

Identification of General to Specific Ob4ectives

Assuming a clear definition of the clientele in terms of unique charac-

ter1stics and a definition of content in terms of a task analysis, the,curricurum

pl ner should now be in a position to identify objectives on a continuum from

ge ral to specifiC.
.ir

,
The Development of a tentative Curriculum Format

The development of a tentative curriculum format involves the description '-

of otal credits necessary for completion of the program, the-duration of the

pro ram, and general requirements of the program.

2 5



0

,

OF

20

Course Identification

Raving developed a tentative curriculum format, it is now necessary for the

4
curriculum planner to identify specific courses as a result from the grouping of

tpecific objectives, and to fit each course into the curriculum format.

Development of Specific)Cour,e Qbjectives

. Having identified Individual course% as ihey relate to specific and general

objectives, the curriculum planner 1,s now a. poaition to deitelop'SPecific course,

objectives in an effort to show theitrelationship to plomiaM objectives.. Resources _

shoUld be brought to bear in.the development of these objectives in terms of

possible,Consultants, faculty,-and advisory committees.

Id4tificat1on of Iatructiogni Staff Competencies.Needed

Having completeAhe identification of instructional objectives and a

complete definition of the -clientele and content, it is now possible to identify

the types of instructionalstafi competencies neededfor.the best possible match

of instructor to course.

Having completed the identification of instructional staff competencies

needed, the curriculum planner is now in a position of having completed.the de-

velopment of a program, and in a position to move on to finalizing the curri-

culum format, or in the .event that insufficient information is available to develop
6

sufficient course objectives, it may be necessary to recycle to the point of
Af

course identification or previous steps within the developmental process.

SUB-MODEL FOR PROGRAM IMPLEMENTATION - C

Finalizing Curricdlum Format

Having conpleted the deVelopmental process for a program, the curriculum

planner is now in a position to finalize the curriculum format in terms of

*
specific courses, credits allotted for each course, time spent in lab, shop

and/or in cooperative work experience,'individual projects and other similar

type considerations4.HavIng completed the finalization of the curriculum format,

2 8
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the curriculum planner is in the position to move on to further implementatio4

110 of the program, or in the event that inadequate information is available for

it

.terpain aspects of the development of the format, it may be necessary to recycle

to the point of course identification or other previous 'steps within the _develop-

mental process.

Securing Instructional Staff, Development of InstrUctional Facility,
Initiate Student Recruitment

Having finalized theccurriculum format', the coneern of the curricaum

planner must now be that ( of securing instructional staif, the ordering of necess
....

equipment and materials for instruction, and the development.ok instructional

materials as well as initiating 4 coortiinated plan for student recruitment in

cooperation with other members of.the college staff. Another aspect of concern

here-must be-the updating of student advisers and counselors with.regard to the

new program to be offered. These activities should o4-cur somewhat 'concurrently.

,

Further Development-of Courses and Lnstructional Materials

Having initiated the previous activities, it now becomes possible to work

With instructional stiff, if.vailable, On the developMent Of each individual

.

course within the curriculum in more specific form with.regard to units,of.in-.

,

-struCtiga and instructional materlals. Having compldked this step,_the de-
*

velopment process is now at the point of having a program ready for execution.

,
SUB-MODEL FOR PROGRAM-EXECUTION D

,-Program execution ls the initial act- of starting the course upon/euccessful

completiOn of-all previoUs activities-as a necessary input to insure suCCessful

4

-program execution.

SUB-MODEL FOR PROGRAM EVALUATION - E

Evaluation of Student Achievement with Regard to Specific Course Objectives

An important input in the evaluation process is'the comparison of student'

,27
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achieveuent with specific courie objectives as a measure to provideinformation

relative to student success in learning tasks prescribed for performance within

a certain occupation.

Compare Student Success on the Job with Program Objectives
.

The data gathered through follow-up studies regarding theAtudent sueeess

on the job in comparison to stated program objectives is another important input

in looking at-the success of the program from the Itondpoint of the consumer.

The process model as described facilitates an ongoing evaluation-if the

curriculum planner continues to meaiure alreadY developed programs against data

40
gathered in all steps of the development process.

In view of this, it is recommended at this poiit that the curriculum.planner

Again recycle io the'point\of looking at *staked needs and move on through,the

developmental procese to the point of program implementation in an effort to

uncover neiv information that might be important in the revision of the program

now established.

Data gathered in this process ahbuld enable the curriculum planner-to make

decisions relative to continued course offerings scheduling, types of students,

performance requirements from the consumer point of view, and other such concerns

, /

-important in determining whether a program will.move on or be terminated or re-

vised.

-

Evans, kupert N. "Description of the Tentative Model for Curriculum Development
and lialmagion." Unpublished diagram developed by Rupert N. Evans, based
on aWarrdeveloped by Jacob Stern, University of Illinois, Urbana, IL:,

:.
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PERFORMACE oBJECTIVE 3

IdentifY the key"change agents" and describe the power stru ture'within

4 ,

a school community, or state which ,cAn influence vocational curriculum

,change.

In Order to:Achieve the perfor Mance objective stated Above the

,

Vocational Education Curriculum $0ecialist needs a clear understanding of

the concept of'Otanke agents and the'inherent'advantages and disadvantages

of using the concept of change agents, (or the "elite" or a "power struc-
-

ture") in bringing abOut_surriculum change. The four (4) learning activities

in this section should help to:

a., define the concept of "change agent," elite, and power strticture,

b. analyze the advantages and disadvantages, within a democracy, of

using our knowledge of change agents to bring about curriculum

change, and

.1
c. identify change agents in vocational education.

Learning Activity 3-a

Read from the following references, the discussions of

"change agents" and power structure From your readings,

Write a brief mistier to each of these questions:

1. How is "change agent" and/or "power structure"

defined?

2. In what way might "change agents" be misused?

3. Can the use of change agents be justified in a

democratic socieey?

31:
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Learning Activity 3-b

In Occasional Paper No.' 2, Conceptual Strategies for UtIliaing

Research ind Development Pio ctZ in.Education, The Mack

Center for Vocational TechñicaV Education, Egon Cuba discusses the

concept of using the elitehin the process o* change. .14 copy

of this discussion follows. Read the discussion to get a

clear picture of this Foncept. Write a short reaction to thAe

concept of "elite" based upon your current theory of curriculum

change and democracy. Indicate whether the Bhola concept is

diffecent from the, concept of change agents. If so, how?

Reference:
,- . .

,

Guba, Egon G. "A Diffusion MeGhanisinfor The Center for
yocational Educatio " Conceptual-Strategies for Utiliefes

vt
Research and Develop t Products in,Educati . Occasional
Paper No. 2. Columbus, H:. Ohio State Uni rsity, Center
for Vocational and Techn cal Education; 1974. pp. 13-22.

,
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Excerpts from."Conceptual Strategies for'Utilizing
Unearth and Development Products ln EducatiOn"

by Egon G. Guba

Recently I had the opportunity to study a paper prepared by Bhola

which proposed that change process could best be understood as a phenomenon

of affiliation by elite groups.
1

As Bhola himself points out,
4

Any use-of the word elite raises in some minds the Linage
,

.of a worqd"run by the boss with thq. tielp of his lackeys resulting;
inevitably, in the enslavement of societies. litism is associated,
with totalitarianism of the Left, or fascism of the Right. The elike

have,always been part of any organized social life and_always will
.be. The'more worthwhile issues seem to be those of elite values,
elite pluralism for cultural options, elite recruitment, And elite
rewards . .

To paraphraseBhota, he contends that the concept of elitism does not

intrinsically carry cOnnotations of good or evil, and whether or not any

:particular form of elitism should be branded aw evil depends entirely
) .

on its content and the means used to establish it: Thus, we should for

the moment constrain our naiural tendency to reject any notion of an

elite and should instead investigate the power of tile,concept for,under-

standing our situation.

Generally,.speaking, Bhola defines an elite as any group having three

characteristics: a system of.ideas that they .have invented 9r subscribed

.to; an active Commiteent to their chosen ideologi; and the_ability to

institutionalize, to actualize, and to perpetuate their ideologies and the.

1

institutional products of those ideologies. '/ s it that Center for Voce-

tional Technical Education qualifies as an elite un er that definition very

well indeed.'

Bhola defines a number of subclasses of an' elite as follows. There

1

Harbans S. Bhola, "The Dynamic Change - A PrOcess and Annexation by The
Elite," paper prepared for an Indiana pniverelAy_Saidnar on Educational Change.

,("Planned Educational Change--Issues and Directions"), Indiana University,

Pall, 1971.

,2

Ibid., p. 13
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is, first of all, the absolute elite;- the core group whose inf.luence pre-

dominates.and who are, general, the sources Of the concepts and ideas

that motivate the group and give it a raison 'd'etre. 4 second class of

elite is the authorized elite, a group "exercising power on behalf of some-

one else or some group for the purpose of achieving results determined or,

desired by them.'13
Finally, there is the instrumental elite, "Oho become

the instruments of the absdlute-and authorized elite for . . .annexstion anck.

maintenance of what has been annexed."4 i believe that the'situation encom-,,
,

passedy these definitions fits tolerably well Center for Vocational-Techni6a1

Education's situation. The Center for Vocational Technical Education group

itseltthe absolute elite, the middleman group that its diffusion campaign
1

if directed toward is the authorized elite, whillyhe more ultimate audience
A

i.e., the teachvs, constitutes the instrumental.elite.

110

Bhola then connects up the concept og elitism with tfie concept of'

change.through the following observation:

Change is conquest-and annexation,.both in war and peace.
All change is born in ideas and thus with the absolute elite.
These elite, to multiply-their resources, coropt an authorized
elite, and subsequently, an instrumental elite. . . The conten-
ding elite, if there/ire any, wOrk to make their conquests and
annexations, organize their parties, recruit their armies.- Conr
tending el te groups fight wars both.with munitions.and voids of
propoganda annex people to their respective system of ideas.
The same proèes. . .affiliatinn repeats itself in all sizes.of
systems. .

er'e

AV

3

Bhola quotes this definition from Adolf A. Berle, Power, (New York:'
Harcourt, Brace and World Inc., 1967), p. 95.

4

Bhola, op.cit. p. 19.

Harbans S. Bhola, "The Dynamic Change - A Pro ess and.Annexation by The
Elite," paper prepared for an Indiana University Seminar on,gducational-Change.
("Planned Educational Change--Issues and Directions"), Indiana University,
Fall, 1971.

4
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Bhola points out that this system of affiliation or annexation does not

neceesarily work to the detriment of the lower level elites or the man in

'the )eteet. Annexation, he suggests, is often "an invitation to rewards--
0

economic, social, and of power." Indeed, one may assert that individuals

often'willingly affiliate themselves with an elite in order to make.them-

selves eligible to receive the fruits of membership. What:is crucial again

is the moWation of the various levels of elite. If as in the case of

Center for Vocationst TeChnical.Education, we may a sume an absolute eliee

tied to other levels by a code,of professional cohduc fch all Sides take

seriously, and if we may t4tume that an element of this professional,code is

to improve the condition of the ultimate consumer--the vocational-technical .

student--we'have no'intrinstic basis for rejecting ehe.idea of elitism. What

we should do is.to see what utility the concept has for aiidlpg us in our task,'

which is, I remind you, to devisessa_dif

Technical Education.

el A

ion strategy for Center for Voc'ational

.Let me assume for the moment, then, that a suitable diffusion strategy

for Center for Vocational Technical Education might be devised by exploring what

might be meant by the notion of enlistment or affiliation of an authorized elite.

Let me again call your arention to the fact that such an authorized elite

already exists as the result of earlier federal intervent ons for very parallel

-

purposes, that is, to devise and maintain an effect(ive system of vocational-
.

technical'education.14 the Unitek.States. °What might Center for Vocational

Technical Education do"to recruit that ready-made authorized elite and persuade

themto work with Center fOr Vocati nal Technical Education in distributing

. its products nationally? What inducements might be. offered. for cooperation?

The process of affiliation or enlistment is essential4 a matter of

negotiation,between two.periies. In this case Center for Vocational Technical

Education hilis a 'tproduct line" which it wishes to have distributed nationally
wooik
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through in existing group of agencies or:individuals who night bo.persuaded

to act as authorized distributors (I think

/
ere is an elegant parallelism

between the phrase "authorized distributor" and the phrase "authorized eliie").
t

I propose that in this negotiation some nine'elements,are at stake: reputation,
,

enfranchisement, quid as ma, territoriality, surety, warranty, local

option,.sociadization-training, and assistance. .Let me discuss each

in turn.

1. Reputation. We have pointed out that one of the essential elements

/-
.in establishing an elite is that there exists some central set of concepts

or ideas. The'process of affiliating an authorized elite is the proclaims

of persuading them of the validity or utility of this condeptual set.

-
Instrumental elite may be recruitedfor baser-rewards such as money or

power, but authorized elite must belieire in the essential soundneas of

10
what they are asked to su.pport. If Center for Vocational Tedhnical Education

seeks to enlist an authorized elite to,distrAute ifs products, it Must first

convincle that'elite of the soundness of its products and of the concepts an

r iples that underlie them% The reihmation and integrity of Center for
0,

, Vocational Technical Education-are at stake. Mforeover,7the distributor's must

be convinced that .ple products will work to the satisfaction of the ultimate

user, for there is no profit in a dissatisfied customer. In sum, the potential

dealer must be satisfied that the product which Center for Vocational Technical.
.,

Education proposes that he distribute is a good product that will produce

reasonable customer satisfaction.

2. Enfranchisement. The distributor as part of a set of authorized

elite must have 'some tangible symbol of his affiliation, that is, he must

be "officially" authorized to distribute the'products of Center for Vocational

10 Technical Education, and he must be granted certain powers or privileges as a

result of thht official status. The business wdrld calls a similar granting

00
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of authority a franchise and I propose that Center for Vocational Technical -

Education grant franchises to its authorized eliie. After all, te be en

"authorized Buick dealer" carries a*eat deal more prestige than simply to

be an automobile dealer. Enfranchisement indicates a degree of formal

affiliation with Center for Vocational Techdisal Education and.hence commitment
./

to it.

31. Quid pro quo. We have commented on the fact that individuals may

seek affiliation with an elite becauas of the rewards that spring from

affiliation--staleov-pcster, financial, rewards, or ether prerequisites.

The,quid trims is the sine mm. ndn of the formal authorized relationship.

In the case of the franchise of industry,-the quid props, is profit; in

the case of Center for Vocational Technical Eduction it may mean enhanced

professiod*1 prestige, enhanced position of leadership, and even an enhanced

sense of doingliood. Note that it ia the authorized elite that must reap the
4

'quid miltsest;'Center for Vocational Technical Education:must be alert to the

nature of the rewards that must be involved end must contrive to offer them

to the authorized elite.
1

_

4. Territoriality. An important aspect of the franthise is lhat

it confers exclusive privilege withid a specified region. 1The concept of

territeriality is an impertent psychological feature,of all life, as we

have recently come to,know, and it is doubly so inlothe case of a risk-taking

distributor. He needs to tiave assurenCe that he operates within a protected
4

sphere; while he may need to face competition from other firms fie ought not

have to fight off competitors.distributing the same product as he. Thus the,

1

authorized elite need to be.selected carefully on a territorial criterie1?h

assure that each has a reasonable ,sphere of protected influence.

S.

5. Burety. What is meant by the concept of surety is essentially fail-

safe participation on the part of the authorized elite. The dictionary

37
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defines surety as "a pledge or promise made to secure against loss, damdie,
A

_

or Oefault." The risk of failure, that is, must be transferred to someone

_else: in this case, the absolute elite or...Canter for Vocational Technical

Education, while the Opportunity to share in the rewards remains; While the

distributor may gain from the adoption of the product.whih be distributes,

he cannot assume responsibility for its ultimate validity or utility. It is

up to the parent company, i.e., Center for Vocational Technical Education, to

4"
have'carried out the research or evaluation needed to establish the product's

/ validity or utility; it is ultimately-Center for Vocational Technical Education

that stands behind the product and not the distributor. When a motor car compariy

must recall thousands of Cars of some model in order to remedy some built-in

-defect, it is the manufacturer and not the dealer who bears the cost. Similarly

Center for Vocational Technical Educatiokmust offer its authorized elite an

indemnity.against failure.

6. Warranty. The concept Of indemnifica ion extends not only to the

dealer but also to the consumers with whom he ust deal.. The dealer must

be in a position to-offer warranties to his c tomers, not against the

kind Of massive failure just discussed, but inst the minor breakdowns

--/
and Vroblems that almost always occur when a ew,product is put into use.

Even.Under the most controlled conditiona pr ducts are not exactly similar,

and deflect* do occur. denter for Vocationall Technical Education must be ready

to'stand behind its product when thisdbappe ; it must.extend a warranty through

the dealer to\the ultimate c- onsumer. From te dealer's point of view is A

further kind'of risk-sharing.

7. Local opt ion. It is unlikely that ny of the products that Center for

Vocational Technical Edueltion produces can e used by a consumer exactly as

they come off the assembly line. Almost al ys, adaptation muse precede

adoption; i.e., the be adjusted to 'fit local conditions, personnel,

r 3g



purposes, and the like. Thus Center /or Vocational Technical Education's

products must be devised in ways that will permit the local consumer to

ke his desired_adaptations. Moreover, it is unlikely that a single

ersion of a product will fit local needs.and interests exactly. Every

roduct ought to have optional features that can be added to or subtracted

rom a basic product, in the same way that automobile manufacturers produce

basic (sometimes called "stripped") automobile to which the local purchaser

an add a.variety of )power and comfort options. It is necessary for Center

40

for Vocational Technical Education to engage in consumer sampling activities

to determine the best mix of options to(facilitate local adaptation and to

be reiponsive to local option needs and desires. The results of such consumer

sampling can firat and foiemost determine the nature okthi baseline product

to be produced (we commonly call this process responding to needs, problems,

and opportunities) but can then provide the additional information needed to

permit local options to be exercised.
,

8. Socializatron-traininK. If one expects a dealer systee to operate

effectively and efficientlY, the personnel of that system must be both
,

socillized and trained. The socialization process Clansisto in familiari.-

'zing the dealer personnel with the nature of the several product lines to

be handled, helping them ,p) understand the concepts and principles on which
4 '

they operate, and learn)ing about the pirent company's propositional posture,

---"\ .

that is, their basic values and concerns. When you walk into a Ford show-

roam,Jor example, kou expect to feel the Ford "aura" and you axpect to

'

find ialesmen familiar with the products to be sold, their advantages,

and t e ir uses.

uesales is only part of the prOcess; service is equally important
. .

(ind' d, a deZler's reputation fOr service, or lack of it, may be more
, .

dete native of his sales than.any other single factor). The slogan,

39 410'
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lie Service What We Sell" has-a great significance, particularly with so

II/ complex a product as these which Center for Vocational Technical Education

produces. Moreover, the service element my consist not onlvof repairing

defeats and breakdowns but of installing the product and training local

porlonnel in its use.. Cnter for Vocational Technical Education must offer

---

its dealer network some "factory training" as it were, so that the service

function can be discharged smoothly and effIciently.

9. Assistance"4"Ibe company as a whole has a great deal more experience

than any of its dealer subsystems. It is in fhe interest df both the parent

company and the dealer for tha parent company routinely to provide crtain

kinds of operational assistance to its local outlets. /t is not inconceivable

that the local dealer willrequire some help to,raise the capital he needs to
-

set up shop; the parent company can help him to arrenge it and to guarantee it.

A variety of local operations will be necessary to keep the dealership

functioning--stock control, iavoicing, accounting, budgeting, staffing, and the

like. Again the parent company can help by suggesting certain routines for

carryinf out these functions and helping thq dealer to inatall them. The

parent company can also carry out efficiency inspections from time to time,

'helpingthe dealer to identify problems and suggesting ways of dealing with

L4'them. .

There is a further kind of assistance that the dealer needs in relating

to his potential consumers. MA consumers muetbecome aware of the product
.r

and appreciate its potential utility, to them, i.e., a market must be created.

The parent company cay carry out the analog of a nationwide ad!ertising campaign;

it has resources and'outletE to do so which are typically not within t grasp

of,the local dealer. Yurthermore, the dealer requires a 1ariety of promotional

literature that he can place into the hands of potenLal consumers once an

initial c011eact is. made. This propotlilnal literature is in effect a surrogate

dealer that remains with the customer as a continuing reminder and as a means
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f answering questions that occur to the customer when the dealer is not

present.

If the analysis that I have been making is useful, we should be able

to pro/ect-from it-a aeries of Characteristics which should pypify Center'for

Vodational Technical Education if its diffusion program is to be successful.

Thus it is clear that a firat requisite is a good product line on which.a
A

solid reputation muskbe based. Center for Vocational Technical Education

migt offer its dealers a systei of territorially protected anchiség.that 0

provide snitabincinid wog. Dealers nust be given ii-sdemnification against

failure and against consumer complaints. Center for Vocatiolal Technical

EdUcation must producd'a product that can be adapted by the customer to his:

own needs and interests. Center for Vocational'Technital Education Snit

provide,various kinde of operational assigtance io the dealers and above all

suit provide for training of dealer personnel. question then is, "If these.

are thi,conditions,.what mechanising must.exist wfthin Center for.Vocational-
.

Technical Educat$on,to make possible a proper response to them?"

41



Learning Activity 3-c

,
Discuss findings from the reddings and the pipelA in

Learning Activities 3-a and 3-b with one or more graduate

students.. This may be a class setting with the professor

or one member of the group serving is'moderator. In the

discussion; develop statements of generalization, or con-

clusion, regarding change agents whiCh can be defended and

are useful to those workini to*ard curriculum change.

Learning Activity 3Ld

This activity is directed towird providing practice in

identifying.and using,the concepts of change agents (or

elite or,key persons .power stricture).

irections

Using personal experience as a base, each member should

complete the following two grids. .The first relates to a

comprehensive high school; the second to a post -secondary

vocational schosl or community college. Across the top
%

are potential change agents in the curriculum process. Listed

in the left column are functions of curriculum change. Mark.

An "X" in the.square of three (3) change agents who would be

most likely to play a significant role regarding each function.

After the grids have been-completed, students should be

IT divided inte emaller groups of four (4) or five (5) who would

discuss and compare the grids. It will probably be discovered

Ahat more than three persons will carry out various respon-

sibilities. The three selected as most likely by each student

will be affected by the student's experience. This group

activity would allow each person to share the exieriences of

4 2
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others and the end result should be a better understanding

of the concept of change agents in vocational'education.

0

0
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POST SECONDARY VOCATIONAL SCHOOL/COMMUNITY COLLEGE

Fund a.New VocatOonal Program

Develop Voc. Budget (all.Programs)

Determine Student Interest in Voc. Ed.

Recruit Students

SeAct Students

Obtain Materials and Equipment

Obtain Supplies

Develop Overall Vocational Goals

Develop Individual Voc. Prdgram Objective

Assign Space

Evaluate VoCational'Programs

Conduct a Vocational Needs Assessment

Schedule Teachers

Develop Voc. Publfc Relations Program

Determine Credits/Units for Voc. Programs

Examine Employment Regulations

Obtain Approval for a New Program
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COMPREHENSIVE HIGH scHooL
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V
Develop Vocational Budget (all progtais)

Funding a New Vocational Program

Recruiting a New Teacher

Determining Student\Interest in Voc. Ed.

Assessing Employmont Outlook

Recruiting Students

Selecting Students

Obtaining Materials and EquipMent

Devoloping Visual Aids

Obtaining Space for New itogran,

Develoiing Overall Vocational Goals

Developing Individual Voc: Program ObjectiVe

, Evaluating Vocational Programs

Conducting A Vocational Needs Assessment

Scheduling Students

Developing a Voc. Public Relations Program

Determining Credits/Units for Voc. Programs
,co

Examining Labor Regulations

Scheauling Vocationar Teachers ii
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PERFORMANCE OBJECTIVE 1\

Identify'human and material resources which can be utilized tognitiate,

implement,.or evaluate A curriculum change.

The first part of the leacning activity that folitms is an independent

activity.

p.

The students are to call upon their experience.in vocational

'74

Learning Activity 4-a

'Using your personal experience related to a vocational educe-

-tion curriculum change, complete the following chart. List

in the appropriate column (see-II-avle) the human and

material resources that could be utilized in-initiating,

implementing, and evaluating curriculum. changes

After individual charts have-been completed, a class

discussion, and comparison of charts follows.. After the

discussion,,the students are to expand their charts to in- .

(
clude the appropriate resources whic have been sug ested

.

by others.

Optional

Make/an overhead transparency of the chart. As a class

activity fill in the chart. The students are to:

1. identify the resources

2. determine appropriate positions.on the chart

3. explain the uses of the resources.

An alternative approach to ihis independent study-would be

for the professor to provide one or more citv-situations

for analysis. Situations such as the f011owing co6ld be

used. Each of these would need to be developed in-detail

to give the students sufficient information to complete

-48
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",'A

the assignment.

Special possible case situations are:

. 1. the addition of a distributive education coopera-

tive program in a high school

2.. the development of a

*
program

sultidistrict vocational

3. the changing of instructional straegies in a post-

secondary vocational school to the open-entry,

individualized approach.

4 9
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CURRICULUM - HUMAN AND MATERIAL RESOURCES

(Sample)

/
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Demonstrate the ability to participate in a leadvehip capacity in

advisory and policymaking groups by:

1. communicating needi,

2. eliciting and summarizing suggestions and relevant information,

3. mediating differences of opinion,

4. synthesizing input and presenting one.or mere plans of action.

a

,

Learning Activity 5-a

View a video tape,or listen ta an audiotape of a real or

simulated meeting ofen advisory or policymaking group.

Identify behaviors of various group membetirg.N

. t

1! How did they communicate need?

2. Who
)
was most effective in clarifying and documen

tingl:needs? Why effective?

3. Whatmethods were used to elicit suggestions and

relevant information?

4. Were there differences of opitioni If'So, how

were they handled?

\

5. Were suggestions and relevant informaeiOn summer-

ized? By whom? How/

r.-
415

6. iaa there agreement on a plan of action? How was--

this reached?

Learning Activity 5-b k

The e6ility to participate in a leadership capacity in

advisory and policymaking groups can be both practiced

and "tested" in either real or simulated situations. A

role playing exercise is 'included in this activity.

51



Other suggestions_for experiences ari:

. 1. preaenting and defending a curriculum change to a

state board of education, a policy board ofa

,

schOol, or other educationia institution.

2. chairing a meeti teachers with varying

points of view,are make decisions regarding

either purposes or ormat ofra curriculum change,

3. =aerating an open forum for the public regarding

a major.change.

52
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ROLE PLAYING

\ ,

DIRECTION TO:INSTRUCTOIR
-

1. Revie basic principles of gxoup leadership mid interaction.

.\

1

Gradua e students in the program undoubtedly have background and study

in gro p processee, working with advisory committees and leadership.

\

Therefo e, it should be possible to ummaZze these principles rather

quickly '.n a recall and sharing session.

2. Select one'or both of the role playing situations for uii. ,--

,
,

The exerciee offers.two different situations in Which the students

participat in adviaory committee meetings. Use of both situations.
.

provides a etterjbasiyfor review and discussion.. Each of two grbups
\

\ f f

of tudents May, e a signed one situation or one group max participate

in both aituitions.

3. Assign roles. Seven (7) roles have been identified. -Additional roles,
,

such as a stu ent representatiVe, may be added iat your discretion.
/

4. Assi chadce cards. Each role has associated "chance" cards which ari

designed to a ect the behavior of the role player. Only the person

assigned the ole should be cognizant of the personal characteristics

that have beer identified in the change:card. These personal charac-

teristics may be revealed after the role playing session.

It is suggested that each role playing situation be'videotiped or

audiotaped for review, or, Vocational Education Curriculum Specialist trainees

should be assigned as observers. The questions given in Learning Activity 5-a

are to be used as a basis for review. (
NIAllowadequate preparation titalfor the role playing participan s to

familiarize themselvep with the role and the associated behaviors.identified

in the "chance" cards. Directions for the participants, the two situations,

.the roles, and "charde" cards follow.

53



DIRECTIONS TO PARTICIPANTS/.

Assume that there have been meetings between teachers,and,voce-

4 .

tional director; the director has conferred with administrators;;peeds

* assessments hdgrbeen made; an advisory committeellas been organized,

and has had two or we aMings. A general format for the new progranC.

has been developed. Thie means that in order to partiCipate in this
,

role playing experienc , you need to prepare for roles. This may require'.

some addifional reading, review of course notes, and conferring with
a

knowledgeable persons.

/the meeting is to last 50-1IAptes. Maintain your role during the

full time. Questioils you would like to ask at comments you would like to

give can be midellater. Rich simulation will be videotaped or audio-

taped and played back. ,You can comment at that time.

In addition to the general descriptions of the role given, each

participantAiall be given a "chance" card on which certain personal-
,

biases or characteristic* are identified. These are not,to be shared
gri

with other members f your group before the role playing session.
.

SITUATIONS

Situation A Will be considering the introductioneof a'secondary

le-V1 program in Ind trial Educationbatled von a job-cluster concept.

This involyes dropping the current traditional Industrial Arts courses

for grades 11 and 12.

Situation B will be working o the revision of the Blisiness and

4
Office and Distributive Education.program to include preparing persons

for ail aspects of the transportation industries and tourilm.,

5 4
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ROLES

Vocational Director (Curriculum Specialist):

- will chair the planning meeting and in doing so, put into practice

best principles of group processes.
a

- has-internalized concepts of curriculum planning and thoroughly

understanda the component Parts and structure of a curriculum plan.

can "translate" occurAtional tasks into educational objectives and

recognizes the relationship of objectives to learning experiences,

teaching materials, and evaluation.

- will work toward concensus where needed and identify next steps.

Local SchoolAdministrator:

- semi the program in relation ttrtotal vocational progiiim of the

school.

j

- takes resionsibility in this planning session for seeing that the

program is philosophically sound and consistent with total school

phiiosoRhy.

4-Teacher:

- has a good background in teaching methods, 'including successful

experience and knowledge 'of theories of learning upon which

instructional program's can be grounded.

- knows what learning is, how it occurs, and how it can be con-

trolled and directed..

cam make judgments about the kinits of exPeriences needed to achieve

,

employable competency..

- recognizes Impact.of socioeconomic background Ot learner, individual

differences, and individual needs upon learning.

'1 55
.
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Chairman of Advisory Committee - Representative of Occupation:

- .was Chosen chairman ofthe advisory committee:

7 is thoroughly acquainted with the occupation for which program is

to prepare workers.

- recognizes the essential knowledge, skills, and attitudes reqUired;

40
the working conditions and reasons why some workers seem to be.more

p
successful than others.

can describe the job and tasks carried out by workers.

isothoroughly acquainted with concernt of labor'unions and under-,

stands Apprenticeship programs and arrangements for work or

" clinical experience.

Vocational Counselor:

- has accurate information concerning characteristics of the students.

- is prepared to assist in selection of students which will make

. placement possible but which is not discriminatory.-,
- *4 be responsible for-plaement and foll*:up.

- has also made a study of manpower needs for Ais occupation within

the /medial* area and other places where students may. migrate.

State Consultant (State Supervisor):

- knows the number and kind of similar'programs in the State as

well as aome of the strengths and weaknesses of these programs.

-.has state vocational education standards and criteria well in '

v.

mind and is prepared toassist in getting a plan written in form

to be submitted for Approval. .

gives emphasis to accountability.

6

ar
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'Secretary:

- mmyomccasionally ask questions to clarify decisions. This role to be

assumed by the instructor.

r-

>



_"Chance Cards"
0

These are the "chance" cards referred to in the general directions.

Only the person assigned the role should be cognizant of the personal

characteristics he has been assigned.

Voiational Director r.

1. You do not have much confidence'in the teacher; and you often

repeat - with slft variation - information given by the teacher.

or

2. You are really concerned about your own status with state consultant.

Believe that both the kind of state-federal support the school

gets and your own potential employment opportunities are dependent

upoii making.a good iMpression.

Local School Administrator

1. You are still convinced that the current program can meet the

need and direct many questions to' all members of group related

49

to "why do we4need a new program?"

Or

2. You are "overktensittve" to state criteria and standards and

tend to view al4comments of the state representatives as dic-

tating haw to operate a-program in your school.

or

3. You belieVe strongly in the need.of having community and parents,

in particular, to be involved in final decisions of curriculum.

State Consultant (State SuperVisor)

You are very much aware of status - yo want the group to feel the

atate representative has last wont' Adc or correct whenever anyone
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I

else gives information which might be data available in state office.

or

2.. You are a "born" leader. Tend to assume leadership role in the

,group 4- eliciting idead from others, summarizing, restating ques-

tions - and tend to take over leadership from the vocational
4

director.

Chairman of Advisory Committee - Representative of.00cupation

1. .Although "cluster concept" has been presented at Advisory committee(
,-

meetings you are still very coafused 'about what this me

(Group A onlY)

or

2. You have worked closely and cooperatively with the school and feel

so much a part:of:the fanulty you do not distinksish between the

responsibilities of thijAhoeepersonnel and your responsibilities

as an advisory committee member.

41:1., Or

3. It is evident you are somewhat skeptical ab,t the program planned

and are not sure the school can develop the competencies needed to
A

pef1rthe job.

Vocational Coánaelor

Ii

ly

.1. You .have great concern for minorities - their rights and tbe need:

to deyelop programs of particular interest or value io minorities.

, Or

2. You believe the teacher needs your support to play the role-cif

endorsing his/her statements and being supportive and encouraging.

You do this in addition tip-making your contributions as a

Vocation4 Counselor.



4.

Teacher A

1. 4our ideas are generally based on first-hand knowledge.of what other

teaCheq; do - or what,is done in other schools. You will not be

aegure in the new program until you have been abld to observe 'a

similar propram.

or

2. have recently taught at another school which had a aimilar

(- Iprogram and are a bit impatient with going through "all this"'

planning process.

3, You have a tendency tO,want to 'teac1i"!iote.i..8 in the group all
.4( 11

)+3'. .s soLT know about curricylum:develppmentor learning principles or
, - ..,

. ,.,

the skills and knowledge needed for' this ocsipatlon.

'
,

t,Z4a

r

4."..

4
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PERFORMANCE 0 JECTIVE 6

Develop a pl!in for delegating responsibilities for planning, implementing,

and/or evalating curriculum change.

Learning Activity 6-a

A situation is el.iggested which is.to ierve' as A basis of

the aCtivities. The situation to be used may be individualized

for members of a graduate course. This situation ii only

suggestive and the instructor probably can provide one more

appropriate for a particular atudent or class.

Situation

You are the directol of a large, comprehensive, vocational-

echnical post secondary.school. The school board has mandated

an extensive review of all existing programs and coursest. _They

have also requested suggestions for new progrome and strategies

for their implementation. You'are given major responsibility

.for the project and are'to rep9rt periodically to the board,

with your final report due in nine (9) months.

Directions

1. On the.following grid, listed on the left, are the maaor

functions necessary to evaluate, plan, and implement

curriculum change. Across the top are the names of

vocational school personnel milder your supervision. For

each function mark "MR" for the person to whom you wOuld

delegate major,responsibilitylfor the function.- Merk "A"

for those to whom you would delegate responsibility for

assisting with that function. File a Copy-of the grid with

the instructor-.
%
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2. Take a blank.grid to a vocational director and have the

director complete t. Compare your choices and discuss

the differences.

3. Compare grids with classmates and revise your grid.

4. Compare your fit;a1 grid with your original grid (filed

with instructor). Note any difAerences and justify the

reasons for the changes.

6 2

0
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GRID FOR LEARNING ACTIVITY 6-a

Select and Organize Advisory Comm.

Report to Board

Conduct Sttident'Follow-up

Develop Program Cost Analysis

Conduct

Conduct Emplo ut Survey

Evaluate Allocation

Examine State Funding Possibilities

Develop.roposals for State Funding

Develop IndividUal Pkogram Budget Requests

Prepare Overall Budget Requests

Develop Program Goals,

EvaluatVrograms

Determine.gtaff Needs.and Scheduling

Student Interest Survey

Develop Public Relations Prowiam

*Detprmine Student Schedules

Review Labor Regulation,/1

pare Board Reports

Prepare Visual Aids for Board Reports

'Develop Course Se-quencing

40
Develop Proposed Course Outlines

Develop OverSll Philosophy

0
O 4J
O 0
4a 4a
41 (1)

0 "I
to

rI
0 . tN
r4
.4) 3

44
0 to .0

4.18

1
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4
I Learni. Activit

0

posttest situation given at the beginning of the isqOule

may be considered a final learning experience and should be

carried out to couplet.esthe module.

6 4

C
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